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Abstract 
The present paper investigates the interrelationships among organizational climate and team innovativeness based on 
the data gathered from 86 software development teams.  The results provide empirical evidence in support of the 
relationship between (i) innovative vision and (ii) managerial support dimensions of climate and team innovativeness. 
Moreover environmental uncertainty is used as a moderator between organizational climate and team innovativeness. 
The findings show that the greater environmental uncertainty, the greater relationship between (i) innovative vision 
and (ii) managerial support dimensions of climate and team innovativeness.  
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1. Introduction 
In today’s globalized business environments organizations need to be innovative to maintain their 
competitiveness and ultimately to survive. This aspiration to be innovative has spurred a growing interest 
among academicians and managers to understand the processes whereby organizations or teams within 
organizations, become innovative [5]. In general terms innovation is described as the generation, the 
development and the integration of any new idea or behavior [4], [10].  In other words, innovation is “the 
intentional introduction and application within a role, group or organization of ideas, processes, products 
or procedures designed to significantly benefit the individual, the group, the organization or wider 
society” [5]. As working under changing conditions becomes basic feature of organizations, and teams 
become the common unit for managing this change; examining team innovation becomes an imperative 
[6]. So the current article aims to contribute to our understanding of innovation in work teams. 
While previous research has examined the effects of contextual and structural variables on innovation 
in general and team innovativeness in particular, an organization’s climate can also be expected to play a 
key role [14]. Organizational climate is the common perceptions of organizational members who are 
exposed to the same organizational structure [17]. Even the concept of climate has received significant 
attention from many disciplines [1] yet it has rarely been studied on the innovation era. In this concept, 
this paper aims to explore the effects of organizational climate on the innovation of work groups.  
In addition to this, innovation is also related with changes happened in its external environment or 
equally to undertake actions which influence the global market [4]. Thus environmental uncertainty is 
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also used as moderator between organizational climate and team innovativeness.  To reach this aim, this 
paper is arranged in five parts. A literature review on the concepts of organizational climate, team 
innovativeness and environmental uncertainty follows this section. Interrelations among given concepts 
are discussed in the next section. This is followed by the methodology applied to explore the hypotheses 
and the data analyze by SPSS 15.0 for Windows software statistical package program. Finally, the 
conclusions are set out together with some recommendations for executives and future research. 
2. Literature Review 
2.1. Climate 
The literature on organizational climate addresses an important phenomenon: the creation and 
influence of social contexts in organizations.  Climate refers to a contextual situation at a given time and 
its association with the thoughts, feelings, and behaviors of organizational members.  Hence, it is 
temporal, subjective, and generally subject to direct manipulation by people with power [2]. Many 
different conceptualizations of organizational climate have been put forward over the past 30 years [14]. 
However two approaches in particular have received widespread attention; the cognitive schema approach 
and the shared perceptions approach. The previous one conceptualizes climate as individuals' constructive 
representations or cognitive schema of their work environments, and has been operationalized principally 
through attempts to uncover individuals' sense-making of their proximal work environment. Alternatively 
the perceptional approach has emphasized the importance of shared perceptions as underpinning the 
notion of climate. For example [16] identify organizational climate as the shared perception of the way 
things are within the organization [1]. In the framework of this paper, organizational climate is considered 
as an attribute of the organization, a conglomerate of attitudes, feelings and behaviors that characterize 
the daily life of the organization [7]. As affecting the daily life and processes within the organization by 
shaping the attitudes, feelings and behaviors, climate plays the part of an intervening variable for creating 
motivating, learning, commitment and eventually innovation [8]. 
No doubt the shared climates exist and are reflected at the any level of the organization in its entirety, 
particularly where the organization is large, departmentalized and multilayered [1]. So we expect that it is 
also sensible to identify groups, teams, and cohorts within an organization.  For these reasons, this article 
address the utility of the concept of organizational climate as an appropriate variable for any division or 
level of the organizational hierarchy such as work groups or teams in general and in the context of 
innovativeness in particular. 
2.2. Innovative Teams  
Teamworking is widely accepted as an effective strategy for today`s organizations. Eighty-two percent 
of companies with 100 employees or more claim that they use teams [9]. Of the top flight 
Fortune 1000 companies, 28% use self-managing teams in 1987 this ratio  rise to 68% in 1993 and to 
%80 in 2000s [19]. What makes teamworking effective and innovative? What is the role of climate for an 
effective teamwork? In this part we examine the role of an innovative climate to maximize team 
innovativeness. 
Innovative teams are mainly characterized by high levels of support and challenge, sharing and 
implementing new ideas towards a shared innovative vision [2]. There are many team processes that have 
been shown to be important such as having clearly defined and valued group goals, participative decision-
making, and support for innovation [3]. When these factors are existing within organizational and team 
level context, innovativeness and effectiveness seems to be higher [15]. On the search of the antecedents 
of team innovativeness, the literature of organizational climate offers a comprehensive basis. In 
accordance with the previous research, clutch innovations are considered to be result from team activities 
which are classified as (1) emphasizing on clear and realistic objectives in which the team members are 
committed (vision), (2) interaction between team members in a participative and interpersonally non-
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reprisal climate (participative safety), and (3) support for innovation attempts involving, e.g. cooperation 
to develop and apply new ideas (support for innovation) [10], [15], [1]. 
2.3. Team Vision 
Vision is an idea of an essential outcome which represents an upper level of goal and a motivating 
force at work [20]. Team vision refers to the team members’ views on the clarity, sharing, attainability 
and value of team objectives [15].  Teams with open objectives are more likely to develop new and 
improved goal oriented methods of working as their efforts have focus and direction [1]. 
2.4. Participative Safety 
Participativeness and safety are described as a single psychological construct in which the 
contingencies are such that involvement in decision-making is motivated and encouraged while occurring 
in an environment which is perceived as interpersonally non-threatening' [20]. Participative safety is the 
level of team participation in decision-making procedures and psychological safety and support in 
proposing new and improved ways of doing things [15]. Thus the construct of participative safety refers 
to the active involvement in team interactions wherein the predominant interpersonal atmosphere is one 
of non-threatening trust and support [1]. 
2.5. Support for Innovation  
In group innovation literature encouragement and support provided is considered to be a necessary 
condition towards an effective and innovative teamwork [1]. Support for innovation includes both 
articulated support and enacted support [15]. For example [3] emphasizes that resources needed to be 
made available to develop innovations, while [18] addresses the importance of support from the power 
elite for innovation implementation. Therefore we hypothesis that: 
H1: An innovative climate with (a) team vision, (b) psychological safety and (c) support for innovation 
is positively related to team innovativeness.
2.6. Environmental Uncertainty 
Environmental uncertainty is defined as unexpected changes on environmental conditions. The 
increasing obsolete of product and processes in a short time, rapid changes in products and processes, and 
transformations of customer expectation and demands are main indicators of environmental uncertainty 
[13].  The literature abound with evidence innovation is also related with changes happened in its external 
environment or equally to undertake actions which influence the global market [4]. So we expect that 
environmental uncertainty plays a role in the relationship between organizational climate and team 
innovativeness. So,  
H2: The greater the environmental uncertainty the greater the relationship between an innovative 
climate (a) team vision, (b) psychological safety and (c) support for innovation and team innovativeness. 
Team Innovativeness 
Moderator: 
• Environmental Uncertainty 
Organizational Climate 
Vision 
Participative 
Safety 
Management 
Support 
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Fig. 1. The theoretical model 
3. Methods 
3.1. Data and Measures 
The aim of this study is to evaluate the effects of an innovative climate on team innovativeness. In 
order to empirically investigate the hypothesis, software development teams were surveyed. Using the 
documents obtained from Turkey Informatics Association, 200 teams among 650 are identified as the 
target group of the research because of their availableness. Tools such as e-mail, letter and face to face 
interviews are used for gathering data and total of 86 questionnaires among 200 has returned. The ratio of 
participation is approximately 43%. All constructs were measured with existing scales. All items were 
measured on a seven point Likert-type scale where 1=strongly disagree and 5=strongly agree. Data is 
evaluated through SPSS 13.0. The relationships between the variables are tested using correlation, 
reliability, regression and factor analyses. The mean age of the participants were 33.27 (s.d.=5.58); the 
proportion of women, 9,8%. Of the participants, %51 was engineer or programmer and %17 was senior 
engineer or technical leader, 14% was IC specialist, 6% was project manager, and 7% was department 
manager. 
Innovative Vision: Innovative vision was measured using three items from [1]’s innovative vision 
scale. 
Management Support: Management support was measured using four items from [1]’s management 
support scale. 
Participative Safety: To measure the participative safety, this study used [1]’s participative safety 
scale that consists of five items. 
Team Innovativeness: To measure the team innovativeness, this study used [6]’s team innovativeness 
scale that consists of four items. 
Environmental Uncertainty: To measure the environmental uncertainty, this study used and [12]’s 
environmental uncertainty scale that consists of four items. 
3.2. Analysis 
Since the scales were used with a new sample, 21 items were submitted to exploratory analysis. A 
principal component analyses and scree plot indicated that three factors should be retained (eigenvalues 
above 1.0). The best fit of data was obtained with a principal factor analysis with varimax rotation. 
Table 1. Factor analyses for independent variables 
 
 
Fa
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r 
1 
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ct
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r 
2 
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ct
o
r 
3 
Vision 
The team objectives represents a significant value for me  ,761   
The team objectives represents a significant value for the society ,779   
Members of the team believe in and are committed to team objectives.  ,634   
Management Support for Innovation 
This team is always moving toward the development of new answers   ,611  
Assistance in developing new ideas is readily available  ,807  
This team is open and responsive to change.  ,862  
People in this team are always searching for fresh, new ways of looking at problems  ,791  
Participative Safety 
We share information generally in the team rather than keeping it to ourselves   ,755 
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People keep each other informed about work-related issues   ,657 
We have a `we are in it together' attitude    ,779 
There are real attempts to share information throughout the team   ,750 
People feel understood and accepted by each other   ,691 
Environmental Uncertainty    
It is hard to know customers’ needs  ,838   
It is hard to understand competitors’ strategies  ,868   
It is hard to predict competitors’ product announcement  ,877   
Technology changes rapidly ,842   
Variance Explained %73.660 
Table 2: Factor analyzes for dependent variable team innovativeness 
Fa
ct
o
r 
Team Innovativeness 
The team initiated new procedures and methods ,850 
The team developed new ways of accomplishing work targets/objectives ,887 
The team developed new skills in order to foster innovations. ,931 
The team initiated improved teaching strategies and methods ,883 
Variance Explained %78,881 
The results of the factor analyses show that our independent variables are gathered in four factors 
while the dependent variable team innovativeness is gathered in one. Factor 1 consists of three innovative 
vision items with an internal consistency reliability coefficient (Alpha) of 0, 74. Factor 2 includes five 
participative safety items with an internal consistency reliability coefficient of 0, 83. Factor 3 includes 
four management support items with an internal consistency reliability coefficient (Alpha) of 0, 89. 
Factor 4 includes four environmental uncertainty items with an internal consistency reliability coefficient 
(Alpha) of 0, 88. Our dependent variable team innovativeness includes four innovativeness items with an 
internal consistency reliability coefficient (Alpha) of 0, 91. Table 1 and Table 2 show the factor loadings 
of innovative vision, participative safety, management support, environmental uncertainty and team 
innovativeness. 
Table 3. Correlations, mean value and standard deviation 
 Variables  1  2  3  4  5 
1 Vision  (0,74)         
2 Participative safety ,493**    (0,83)       
3 Support for innovation ,547**  ,510**  (0,89)     
4 Team innovativeness ,504**  ,229*  ,634**  (0,91)   
5 Environmental Uncertainty ,474**  ,441**  ,341**  ,358**  (0,88) 
 Mean 3,7796  4,0303  3,7967  3,5795  3,7630 
 Standard Dev. ,72188  ,62789  ,77770  ,83459  ,82056 
**  Correlation is significant at the 0.01 level (2-tailed). 
*    Correlation is significant at the 0.05 level (2-tailed). 
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Means, standard deviations and inter-correlations are summarized in Table 2. Cronbach`s Alpha 
values are shown using parenthesis on the cross of the table. On a bivariate level all of our independent 
variables were positively related to team innovativeness.  
Table 4. Regression results  
Independent Variables               ȕ Sig 
Innovative Vision ,29** ,005 
Participative Safety -,21 ,135 
Support for Innovation ,58** ,000 
Dependent Variable: Team Innovativeness,  R2= 0.447     ,  F= 23.948          
**: p< 0, 01, *: p< 0,05   
   
In regression analyze we investigated the influences of innovative vision, participative safety and 
management support on team innovativeness.  The regression model is significant as a whole (F= 23.948: 
p< 0, 01); it explains %45 of the change of team innovativeness. This study provides empirical evidence 
that organizational climate is related to team innovativeness. The findings show that as we predicted in 
H1a innovative vision and as we predicted in H1c support for innovation both have positive and 
significant effects on team innovativeness. However we have found no significant relationship between 
participative safety and team innovativeness. So our hypothesis H1a and H1c are fully supported while 
H1b is not.  
Table 5. Regression results for innovative vision, participative safety, and management support and team 
innovativeness with a moderator variable environmental uncertainty 
Environmental Uncertainty 
Low High 
ȕ sign ȕ sign 
Vision -,226 ,773 ,368** ,000 
Participative Safety -,454 ,631 -,156 ,095 
Support for Innovation ,125 ,071 ,513** ,000 
 **: p< 0, 01, *: p< 0, 05     
To test the moderator hypothesis, we used regression analyses in which vision, participative safety and 
management support are taken as independent variables, team innovativeness is taken as dependent 
variable and the environmental uncertainty is taken as a moderator in median split. According to the 
results there is no significant relationship between vision, participative safety and management support 
and team innovativeness when the environmental uncertainty is in low degrees; while the relationship 
between vision, management and team innovativeness is significant and positive when the environmental 
uncertainty is in high degrees. However the environmental uncertainty doesn`t seem to be a moderator for 
participative safety. So H2a and H2c are supported while H2b is not. 
4.Conclusion 
A majority of the innovation literature is grounded and empirical studies are completed on firms. But 
as well as firms, teams are very important for accomplishing innovative objectives.  Thus this paper 
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attempts to reveal the effects of climate on innovativeness at team level. In addition to this, we enhanced 
the literature by adding environmental uncertainty as a moderator variable.  
 First the findings of the study demonstrated that climate, team innovativeness and uncertainty 
scales which are developed in Western countries, are appropriate for an emerging economy and eastern 
country; Turkey. Measures demonstrated high validity and reliability, and model results were quite 
similar with the empirical studies completed in developed and western countries.  
 The findings showed that both the vision and management support dimensions of climate have 
direct and positive influences on team innovativeness. In other words, an open and shared innovative 
vision and perceived support and encouragement from top management towards innovative objectives 
significantly increase innovativeness at team level. Also the findings revealed that the influence of 
management support (ȕ=0,58, p<0.01) is higher than the vision`s (ȕ=0,29, p<0.05) on team 
innovativeness. This means that in the way of team innovativeness, articulated and enacted management 
support is more important for team innovativeness than sharing an innovative vision.  
Surprisingly the results provided no empirical evidence in support of the direct relationship between 
participative safety and team innovativeness. However this does not mean that participative safety has no 
relationship with team innovativeness, rather it influence the team innovativeness via other climate 
dimensions due to the significant covariance among them.  Moreover, the results of this study showed 
that there is a greater relationship between innovative vision, management support and team 
innovativeness when environmental uncertainty is greater.  
 The findings of this study cannot be taken as definite evidence because several limitations to the 
study results deserve commentary. First, these results reported here emerge from a specific national 
context, Turkey; results may differ for teams located on different areas that are operating in different 
cultural, environmental and political conditions. Second, there was not an industrial separation while 
evaluating data; results may differ for different sectors. Third, the sample size is relatively small (n=86). 
Despite these limitations, this study provides important implications from theoretical and practical 
perspectives. The findings show that both the vision and management support dimensions of climate have 
direct and positive influences on team innovativeness. Additionally, the findings provide empirical 
evidence in support of the moderating effect of environmental uncertainty in the relationship between the 
vision and management support dimensions of climate and team innovativeness.   
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